This study investigates the relationship between employee turnover and performance in retailing. To achieve this aim, we used data from a single company with several comparable branches and tested whether stores with lower employee turnover have better financial and organizational results (sales and workplace accidents, respectively). This study also analyzes whether Human resources practices, such as rewards, recognition and training, affect employee turnover. The empirical results indicate a strong relationship between employee turnover and sales, supporting results from previous studies. However, the additional relationships were not confirmed. The results do not rule out some hypotheses about the relationship between employee turnover and labor accidents, and further suggest that human resources management practices may increase employee turnover, depending on their motivation and strategic alignment.
From a management perspective, this study sheds light on the effects of worker turnover on business results, besides suggesting that policies to retain employees should be prioritized by human resources professionals. Furthermore, it has potential to stimulate research in the human resources area to find practices and policies with a direct or indirect impact on companies' performance.
The article is structured as follows: the first section presents the context of the problem and its relevance; the second discusses the main theoretical perspectives about the effects of turnover on organizational performance, and also develops the hypotheses tested; the third section presents the methodological approach to respond to the research questions; the fourth discusses the results found; and the last section summarizes our main conclusions and indicates some avenues for future research.
THE CONTEXT OF THE STUDY: EMPLOYEE TURNOVER IN BRAZILIAN RETAILING
The improved performance of the Brazilian economy in recent years has led to steady growth in the number of jobs in the labor market. According to information from the Brazilian Central Bank, the country's gross domestic product (GDP) grew by an average yearly rate of The strengthening of the job market is a reflection of the development of the nation's economy. However, in analyzing the average length of labor contracts it is possible to note that in the same time frame there was a reduction in this average. Information from the study "Contractual Movement in the Formal Labor Market and Turnover in Brazil", published by the MTE (2010) , which contains data through the end of 2009, indicates that nearly 66% of the employment relationships in the country ended before the passage of one year and 79% ended within two years.
That study on worker turnover indicates the sectors of the economy with the highest annual rates. The leaders in the ranking are: civil construction (86.2%), agriculture (74.4%) Vitória, v. 12, n. 4, Art. 2, p. 27 -56, jul.-aug. 2015 www.bbronline.com.br and commerce (41.6%). Although the construction and agriculture sectors hold the first two places, these sectors have relatively low weights in the total number of jobs (respectively 5.7% and 3.2% in 2010, according to data from the RAIS). Besides this, civil construction relies heavily on temporary labor contracts, as does agriculture due to the seasonal character of production. Therefore, commerce, which in 2010 accounted for 19% of the formal jobs in the country, is the sector where the problem of employee turnover is most pronounced.
Data from the study on remuneration called "Club Survey Retail Sector", organized by the Hay Group (2011), also indicates this pattern in the sector. The survey, which involved participation of the 30 largest retailing companies in Brazil, with 475 thousand employees, showed growth of turnover. Between the start of 2010 and start of 2011, the turnover rate was 58%. In other words, in just one year nearly three-fifths of the workforce of these companies was renewed.
This context demonstrates the relevance of the focus of this study. In the next section we report the results of previous investigations of worker turnover, separated into two subtopics: (i) the relationship between employee turnover and organizational results; and (ii) the relationship between human resources practices and turnover.
EMPLOYEE TURNOVER AND ORGANIZATIONAL RESULTS
The academic literature started to address the subject of employee turnover more intensely in the 1970s. Since then, various studies have been carried out, particularly investigating the relationship between this parameter and companies' results.
One of the first studies to discuss the influence of the departure of employees on the performance of firms was Pencavel (1972) . The author developed a model that contemplates the aspiration of the organization in having a determined turnover rate, considering a management trade-off between maintaining operations with a high turnover rate but lower wages or a low turnover rate with higher wages. After testing his model in manufacturing industries in the United States, he found that the optimal strategy depended on the type of employees leaving. In this case, the higher the qualification of the workers, the greater were the costs to the employer, and that overall high turnover implied negative impacts on the companies.
Recently, Shaw, Gupta and Delery (2005) called attention to a previous study by Price (1977) . According to the authors, the relation between turnover and results is not linear because the negative effects are attenuated as the turnover rate increases. In other words, turnover is more harmful at the start of the curve and less so at the end of the curve, when the indicators are higher. They explained this hypothesis by arguing that when turnover is low, when an employee leaves, this person is likely to have good qualification and will be replaced by someone who will not have the same experience in that job position, causing the overall knowledge of the firm to decline. On the other hand, when the turnover rate is high, the replacement of a worker does not represent such a great loss of knowledge for the firm, and the new employee can more quickly reach the same level of qualification as the predecessor. Dalton and Todor (1979) questioned whether the relationship between turnover and company performance is always negative. They took a positive focus, discussing the organizational, economic, social and psychological effects. They recognized that high rotation levels can have a negative impact on firms, but they also found evidence of positive aspects of this relationship, when the turnover rate is controlled at a low level.
From the organizational standpoint, Dalton and Todor (1979) stated that turnover of workers improves cooperation among the areas and people of the company, stimulates an environment of innovation, and as a consequence can bring long-term gains. From this perspective, extremely low turnover rates can cause stagnation and the development of "closed minds", not receptive to new ideas and learning. Furthermore, from a macroeconomic perspective, the authors argued that mobility of people (measured by the employee turnover rate) improves a country's production, given that people can take their knowledge to other businesses and places. Socially, the positive aspects of turnover are connected to the evolution of individuals, who through greater mobility can advance in their careers more quickly, besides finding places where they can better apply their potential, resulting in less social inequality. Finally, from the psychological standpoint, efforts to prevent employees under stress or pressure from leaving can increase absenteeism, apathy, sabotage and other undesirable behaviors. However, Dalton and Todor (1979) stressed that these benefits can only be generated when the turnover rates are not too high. Abelson and Baysinger (1984) presented similar argumentation as Dalton and Todor (1979) . According to the authors, all companies have employees they want to retain (essentially those with high performance) and others that are less important, whose leaving will only cause a slight organizational rearrangement. When losing high-performing employees, companies face dysfunctional turnover, while in the case of other employees, this turnover is functional. The study of Abelson and Baysinger (1984) is also important because the authors suggested that the optimal turnover rate depends on various factors, such as turnover is a multilevel phenomenon and depends on the characteristics of the company.
In the next decade, Alexander et al. (1994) tested the hypothesis that employee turnover reduces organizational efficiency, specifically studying hospitals. Based on a survey of 333 hospitals in the United States, the authors concluded that the relationship between turnover and organizational inefficiency (in terms of operating costs and labor costs) is linear and positive. More recently, other authors have tested this same hypothesis in different settings.
McElroy, Morrow and Rude (2001) investigated the relationship between turnover and profits from loans given by bank branches. Kacmar et al. (2006) tested the relationship between turnover and sales of a fast food restaurant chain in the United States. In turn, Siebert and Zubanov (2009) examined the relationship between turnover of sales clerks and labor productivity in 325 stores of a retail clothing company in the United Kingdom between 1995 and 1999. In general, the results of these studies indicate that the relationship between employee turnover and organizational results is predominantly negative.
HUMAN RESOURCES MANAGEMENT PRACTICES AND EMPLOYEE TURNOVER
Various studies since the 1990s have examined the relationship between human resources practices and worker turnover (ARTHUR, 1994; HUSELID, 1995; BATT, 2002; SHAW et al., 2009; BATT; COLVIN, 2011) . In them, the operationalization of "human resources management practices" involves policies for incentives, investment in training and recruitment/selection processes, among others.
According to Arthur (1994) , the relationship between turnover and organizational results (measured by worker performance) varies according to the investments made in human resources management. Those investments are connected to practices to develop people (training actions, for example) and also to practices focused on retaining employees (such as wages and benefits). The author tested his model in steel minimills and concluded that the greater the allocation of investments for human resources practices, the higher will be the retention of workers and their impact on labor force performance. Huselid (1995) carried out a study similar to that of Arthur (1994) , analyzing human resources practices from three standpoints: strategy; labor productivity and financial results;
and degree of complementarity between practices and the alignment with competitive Abelson and Baysinger (1984) and found that incentive and investment practices were negatively related both to functional and dysfunctional employee turnover rates. In turn, expectationenhancement practices were negatively related to dysfunctional turnover rates and positively related to functional turnover rates. Therefore, the findings of Shaw et al. (2009) supported earlier findings, including making an important contribution by indicating that good human resources practices can enhance employee retention, particularly the functional type.
HYPOTHESES: TURNOVER, PERFORMANCE AND HUMAN RESOURCES PRACTICES
The context of the study discussed previously and the literature review suggest that employee turnover has a negative impact on business results. In the academic literature, the "results" variable is operationalized by the economic approach (in terms of costs, sales or profits), as employed by Pencavel (1972) , Dalton and Todor (1979) , Alexander et al. (1994) and McElroy, Morrow and Rude (2001) , and by means of the organizational approach (in terms of level of knowledge of the firm or investments in human resources management), as used by Dalton and Todor (1979) , Arthur (1994) and Shaw, Gupta and Delery (2005) .
Here we consider both of these approaches: economic and organizational. For this purpose, we apply indicators that can contribute to the analysis from a methodological standpoint and that at the same time are relevant to the management of the focal company. Some authors, among them Abelson and Baysinger (1984) , Williams (1999) and Glebbeek and Bax (2004) , have argued that the sensitivity of organizations to worker turnover should be analyzed considering specific features of the organizational context. Therefore, when assessing the effects of turnover on organizational performance, it is possible to contemplate aspects related to the company and/or the economic sector. A possible organizational performance indicator is absenteeism, as suggested by Glebbeek and Bax (2004) . However, according to these same authors, employee absenteeism is a performance variable that captures other effects besides those related to the company and/or sector.
Therefore, we opted for workplace accidents as an indicator of organizational performance because it better permits capturing a possible relationship between the organizational environment and performance (WILLIAMS, 1999) .
Besides this, as mentioned previously, the methodological option for an organizational approach is also based on the relevance of determined management dimensions, which vary according to the company or industry analyzed. As will be presented in the Data and Methods section, our focal company's sensitivity in relation to turnover can be better assessed by the rate of workplace accidents since there is substantial movement of heavy materials at the stores in question, increasing the risk of accidents in this context.
The literature review also indicates that the variables commonly applied to operationalize human resources practices are training and wage/benefit policies. In line with this and considering the high turnover rate of Brazilian workers (implying greater efforts to attract people), we propose a second set of hypotheses to analyze relevant antecedents of turnover:
Hypothesis 2a: The greater the frequency of promotions and pay increases, the lower the store's employee turnover will be. 
DATA AND METHODS
In this section we present our empirical strategy. One of us had access to management information of a representative company in the retail sector. Hence, the data used in this study were obtained and compiled from management reports and the information system of the focal company.
SAMPLE
To test the hypotheses, we selected a sample composed of data on various branches of the same company (Focal Firm), permitting better comparability between organizations (in this case, branch stores). This type of approach has been widely used in studies of employee turnover, mainly after publication of the article by Glebbeek and Bax (2004) . Among the advantages of this approach of studying a single company with many branches is less need for control variables (such as management practices, nature of operations, specific economic conditions or a segment or region, etc.).
Siebert and Zubanov (2009) In December 2011, the Focal Firm was composed of a network of 38 stores, seven distribution centers and an administrative headquarters, with 3,680 registered employees, of them 3,510 active (excluding those on leave). All the stores are owned outright (no franchising), located in the states of São Paulo, Minas Gerais and Paraná, and account for most of the employees (2,417 workers in December 2011).
DATA
The data used in this study were obtained from management reports and the information systems of 26 of the Focal Firm's stores, all of which operate under the home center model (stores that carry products aimed at the final part of construction or remodeling, like floor materials, plumbing and lighting fixtures, among others, aimed at end consumers). All the stores selected had data for a period of 24 months (January 2010 through December 2011), following the premise for operationalization used by Kacmar et al. (2006) . We chose to use only data from home center stores because of the advantages of comparability, as proposed by Glebbeek and Bax (2004) and in line with the study by Ton and Huckman (2008) .
We excluded recently opened stores (those in existence for less than a year in January 2010). The objective of this second filter was to compose a sample of stores in similar life cycle stages, past the initial growth phase. According to Kotler and Keller (2006) , the "sales" variable (present in one of the hypotheses to be tested) is strongly related to the life cycle stage of a service, and hence can influence the results of the hypothesis testing. 
VARIABLES
The variables used to test the four hypotheses of this study are demonstrated next, divided into three groups: dependent variables, independent variables and control variables.
Dependent Variables
The dependent variables for hypotheses 1a and 1b are, respectively:
Sales per employee (SPE):
This variable is the gross monthly sales revenue of each store divided by the number of active employees at the end of each month. In this variable, the sales are deflated according to the National Consumer Price Index (IPCA), which is measured by the IBGE, to assure the consistency of the data over the entire period. The SPE variable equalizes the productivity results among the stores. This variable was also used in the works Monthly employee turnover rate (MTO): This is the number of employees leaving (due to dismissal or resignation) in each month, divided by the number or employees of each store at the end of the month. This turnover metric was applied by Arthur (1994) , Batt (2002) , Glebbeek and Bax (2004) and Shaw et al. (2005) .
Independent Variables
Employee turnover rate (TO): This is the independent variable for hypotheses 1a and 1b. Considering that in these two hypotheses the aim is to test the relationship between turnover and sales and between turnover and workplace accidents, relying on the monthly turnover rate could lead to errors of interpretation in situations when an employee left the company in the last few days of the month. In this case, the severance would have little effect on the dependent variables. The relevant aspect of this variable is to verify whether the degree of renewal of the team influences the store's results. Hence, we use the employee turnover in the past 12 months, or the annual turnover rate (ATO). It is calculated by adding the number 
Control Variables
Store sales area (SSA): This is the available floor space for display of products, in square meters. The larger the sales area is, the more products can be displayed to customers, consequently increasing the chance of making sales (SIEBERT; ZUBANOV, 2009). In the particular case of construction materials, since the purchase is both technical and esthetic, it is hard to make a sale without giving the shopper a chance to see and touch the product. In it, deciding to work with annualized data to eliminate the effect of seasonal variation on the data.
Average time with company (TWC):
This reflects the experience of the employees. It is calculated by the sum of the length of service of active employees at the end of each month, measured in years, divided by the number of active employees at the end of the month.
Considering the large range of products (some 50 thousand items) and the behavior requirements related to workplace safety, the time with the company is an important control variable, because employees need time to assimilate information on the rules, procedures and products. This control variable was also used by Siebert and Zubanov (2009) .
Average employee age (AEA):
This is the average age of the active employees at the end of each month. This control is relevant because selling construction materials requires a good knowledge of construction/refurbishment techniques and products, which takes time to acquire. In other words, experience is a relevant factor to promote sales, not only because of better knowledge of products and their uses, but also due to better selling skills. From the standpoint of work safety, this control is important because young people tend to act more impulsively, mainly when under pressure, making them more likely to ignore safety rules and procedures. Siebert and Zubanov (2009) also used this as a control variable.
Married employee rate (MER):
Since married employees generally have greater family responsibilities than single ones, it is possible that married people are less likely to quit their jobs, and also that the company might be more reluctant to dismiss married employees due to social aspects. This rate is calculated by the ratio between married employees and the total number of employees at the end of each month. Batt (2002) Because retailing is a segment whose aggregation of value rests in the availability of the resale services offered, it has smaller contribution margins than industry. This fact implies the need to carefully administer personnel expenses, especially salaries. In the Focal Firm, payroll represents about 50% of the manageable store expenses (an example of non-manageable expense at the store level is the cost of the goods sold, since this is under the responsibility of the central procurement area). Therefore, although the salaries offered are in line with the retail market, there is competition with other markets. It is likely that stores with higher average salaries will be better able to retain their staff, justifying the inclusion of this variable as a control. 
General manager time at store (MTS):

ESTIMATION METHODS
We tested the hypotheses by regression of the dependent variables against the independent variables of interest and the control variables. As explained before, the data are organized in a panel structure (data from 26 stores gathered during 24 months). This data organization does not allow assuming that the observations are identically distributed over time. Consequently, unobservable factors that affect the stores may have affected them differently over time (e.g., the ability of local managers to handle staff and the business, or the quality of the store location). This implies the need to evaluate some econometric techniques for calculating the estimators of the regression. These are the ordinary least squares method According to Wooldrige (2002) , the definition of the best method is done by comparing the goodness of fit of the regression by the least squares method (which treats all error terms as a single one) with the quality of the fit by the random effects method. If the fit by the least squares method is better, it is the best of the three methods. However, if estimation by least squares is rejected, the Hausman test should be applied to decide between the random and fixed effects methods.
Considering the possible existence of factors related to the stores that are not directly measurable and that are not observed in the independent variables, it is important to include an error term in the equation that captures these factors, if they exist, to guarantee the consistency of the results of the estimation. Therefore, the general equation proposed is:
Dependet Variable it =Coefficients of the Independent Variables x Independent Variables it + Specific Error
Shop i + Residual Error i
The index i represents each of the stores and the index t is assigned to each month of observation. Therefore, i varies from 1 to 26 while t ranges from January 2010 to December 2011. The specific error term only has the index i because this factor does not vary with time.
DISCUSSION OF THE RESULTS
We present the results of the econometric tests according to the hypotheses formulated.
For each hypothesis, we present the basic descriptive statistics of the variables used in the models, the analysis of their correlation and the coefficients calculated for each variable and its respective level of significance. Based on Table 6 , which presents the confidence intervals of the model's coefficients, it can be stated with 95% confidence that monthly sales per employee (SPE) is at least R$ 14. With respect to the control variables, only average employee age (AEA) was not statistically significant. It is possible that the small difference in average employee age among the stores (the standard deviation was only 2.35 years) meant that this did not contribute explanatory power to the model. All the other variables, besides being statistically significant, Despite the negative sign of the correlation between annual turnover rate (ATO) and workplace accident frequency with missed work (WAF1), this correlation is practically nil.
The same observation applies to workplace accident frequency with and without missed work (WAF2), which despite having the expected positive sign in relation to annual turnover rate (ATO), has a very weak correlation. The low correlation between these variables might be due to the relatively small number of workplace accidents. In the 24 months studied there were only 14 accidents with missed work and 42 without missed work at the 26 stores. The In line with the proposed methodology, we calculated the regressions using the weighted least squares, fixed effects and random effects methods. The fixed effects calculation was necessary because the least squares estimation did not have the desired quality (only two of the variables were statistically significant in all the estimations). None of the techniques produced statistical evidence to support the proposed model, despite its good theoretical foundation.
In any event, when calculating the estimators of the regression with the dependent variable registered workplace accident frequency (WAF3), we found a significant coefficient at 1% for the variable annual turnover rate (ATO), which does not totally rule out the possibility of a relationship between turnover and workplace accidents. It is possible that application of another model would lead to stronger explanatory power of accidents. The results of the regressions to test hypothesis H1b are reported in Table 8 . As can be seen in Table 10 , we did not find any significant evidence to sustain the proposed model (H2a). In any event, it is worth observing that the variable of interest professional recognition rate (PRR) was significant at 10%. Its coefficient, however, was positive (not expected by the hypothesis formulated), with a significant value (0.0848), when compared to the correlation with monthly employee turnover rate (MTO), which was 0.04.
These results might be a reflection that the recognition actions are due to turnover rather than put into practice to contain it. In other words, the main motivation of the Focal Firm in giving pay raises and promotions might be to fill spots left by people who leave the company rather than to reward the employees.
With respect to the control variables, the only one that was statistically significant, at 1%, was married employee rate (MER), suggesting that greater participation of married employees reduces the monthly turnover rate. statistically significant (at 1%) and had a positive coefficient. This result suggests that the more the company invests in training its employees, the higher will be its monthly employee turnover rate (MTO). Consequently, it is possible to suppose that the Focal Firm has difficulty in retaining qualified employees, posing important obstacles to raising the quality of its proposal for value and services. Also in this model, the control variable married employee rate (MER) was statistically significant, at 1%, supporting the assumption that married employees are more stable in their jobs. Table 12 consolidates the results obtained. 
FINAL REMARKS
The aim of this study was to contribute to previous investigations of the relationship between employee turnover and organizational results, considering the gap in the academic literature regarding the Brazilian context and the relevance of the subject for optimization of firms' performance. Our motivation emerged from conciliation of the theoretical perspective, which mainly indicates that high worker turnover tends to impair companies' results, with the situational context, which shows a trend for shorter job duration, mainly in the retail sector, despite the country's strong economic growth over the past decade.
In line with previous studies in the area, such as Glebbeek and Bax (2004) , Kacmar et al. (2006) and Siebert and Zubanov (2009) , we gathered data from the branches of a single company, to increase the comparability of the data, and consequently the validity of the results. We had two main objectives. The first was to check whether the stores of the Focal Firm with lower employee turnover tend to produce better results, in economic terms (sales volume) and organizational terms (workplace accidents). The second objective was to verify if certain human resources management practices reduce employee turnover, more specifically, whether recognition (quantity of promotions and pay raises) and investment in professional qualification (number of training hours) decrease turnover.
To attain these objectives, we formulated four hypotheses. Hypothesis 1a, regarding the relationship between turnover and sales, was confirmed, supporting the results obtained by Alexander et al. (1994) , McElroy, Morrow and Rude (2001) , Kacmar et al. (2006) and Siebert and Zubanov (2009) . In other words, the results indicate that higher turnover reduces the sales of the Focal Firm's stores. This analysis was relevant, because besides confirming the negative effect of turnover on sales, it measured the intensity of this effect. According to our The next hypothesis, about the positive relation between turnover and workplace accident indices, was not confirmed. However, this result might have been related to imperfections in specifying the model, so it does not necessarily indicate the absence of a relationship between turnover and accidents.
The hypotheses "The greater the frequency of promotions and pay increases, the lower the store's employee turnover will be" and "The higher the number of training hours per employee, the lower the store's employee turnover will be" also were not confirmed. Again, it is possible that this result occurred due to the model's specification, since the coefficients of the variables of interest were statistically significant. However, the positive relationship between the rates of professional recognition and training investment on the one hand and employee turnover on the other was unexpected. This result can indicate difficulties of the Focal Firm's human resources management. Considering the possibility that the main reason for recognition actions is only to prevent employees from quitting, they might have low capacity to retain qualified employees (which can impair the organizational performance).
This is an important result that deserves new investigations of the process of formulating and implementing human resources policies.
Therefore, by empirically suggesting that employee turnover has a negative effect on the Focal Firm's financial results, this study makes contributions both to the academic community and the company's managers. From the academic standpoint, there are few studies of the relationship between turnover and performance in the Brazilian context, while from the management perspective, this study identified and measured the impacts of employee turnover on retail sales revenue.
Besides this, by verifying that human resources practices, a priori considered to promote lower turnover, can instead accentuate it, this study identifies that the motivation and general organization of human resources practices are relevant factors to investigate employee turnover. Hence, this study contributes to the academic community by indicating the need in future research to pay closer attention to these questions in developing theories and models, and also to business administrators, especially in the human resources area, by indicating that the development and implementation of actions aiming to reduce turnover need to be well defined and coordinated. Although this is a contingent analysis to our study, it is worth mentioning that management of people is becoming more active and strategically aligned in organizations.
With respect to the limitations of this study, we only studied a single company in a specific sector: retail trade in construction materials. Therefore, the results cannot be generalized to other firms or sectors. Besides this, we used data on general turnover of employees, which includes severances both at the initiative of the employees and the company. Therefore, the results do not capture whether one type of employee turnover might be more harmful to the organizational results or more affected by human resources practices.
Finally, for future studies we suggest investigating the relationship between turnover and organizational performance in other segments and/or firms in Brazil. It would also be good to apply other performance variables, such as customer satisfaction. Other possibilities for new research are: segregating the turnover variable into spontaneous and forced severance; formulating other models that can increase the explanatory power of the relationship between workplace accidents and employee turnover; and applying models to test the influence of human resources practices on turnover in more detail, by including variables that capture the motivation and organization of actions. Besides this, an alternative methodological approach involving concepts of operational research could help advance knowledge of the subject, by adopting concepts of relative efficiency.
